Purpose: This study examines the effects of nine dimensions of organisational culture (uncertainty avoidance; gender egalitarianism; assertiveness; institutional collectivism; in-group collectivism; humane, future and achievement orientation; and power distance) on the dimensions of strategy execution (information sharing, leadership, rewards, performance, structure, employee commitment and coordination) within a fast-moving consumer goods (FMCG) company.
INTRODUCTION
he rapid rate of globalisation makes maintaining competitive advantage imperative for organisational survival. A strong organisational culture has almost become as important as business strategy for maintaining this competitive edge. Organisational culture refers to a set of beliefs, values, norms and assumptions shared by members of an organisation (Gregory, Harris, Armenakis & Shook, 2009 ). The process of converting strategy into action is referred to as strategy execution. Bossidy, Charan and Burck (2011) define execution as a distinct set of behaviours and techniques organisations need to master in order to have competitive advantage. Strategy execution involves the use of frameworks to achieve an organisation's overall objective (MacLennan, 2010) .
Although there is no scarcity of literature verifying the effects of organisational culture on performance, ranging from employee satisfaction, financial performance and market performance to innovation (Hogan & Coote, 2014; Prajogo 
Organisational Culture
There are two schools of thought when it comes to the impact of organisational culture on performance and strategy execution, though research is fairly limited. The first is that there are particular dimensions of culture which are linked to performance (Cheung, Wong & Lam, 2012) and strategy execution; the second is that certain types of organisational culture are linked to improved performance and strategy execution (Ahmadi et al. 2012) .
Culture influences employee attitudes and behaviour as they are guided by its values, norms and assumptions (Gregory et al. 2009; Nayak & Barik, 2013) . Management's decisions about organisational policy, which includes the implicit rules and expectations of organisational behaviour, define the culture of the organisation (Nayak & Barik, 2013) . Organisational culture therefore allows for integration between organisation members so they know how to relate to one another and assists the organisation to adapt to its external environment (Chen, Hen & Meindl, 1998) .
The culture of the organisation shapes and coordinates employee behaviour to encourage commitment to achieve organisational goals (Aryasri & Aijaz, 2013) . The appropriate cultural values help organisations rapidly respond to customer needs and wants, or competitor actions, therefore making it strategically relevant (Linnenluecke & Griffiths, 2010) .
Culture in an organisation comprises three levels. At the surface level are the visible artefacts -all things one can hear, see and observe by watching other members of the organisation. At a deeper level, values and beliefs are expressed; these are not observable but can be discerned from how people explain and justify their actions. At the core level, some values become so deeply embedded in a culture that they can be defined as basic assumptions. These are less open to question, and guide the language and social interaction of organisational members (Cheung, Wong, & Wu, 2011) . Values therefore, can be used as a subtle mechanism through which influence can be exercised by senior management (Mumford, Scott, Baddis & Strange, 2002) . Schein (1992) , a leading researcher on the differentiating factors between the multiple layers of culture within an organisation, believes that values determine observed patterns of behaviour and underlie norms and artefacts.
• Uncertainty Avoidance: the extent to which members of an organisation rely on social norms, rituals and bureaucratic practices as the means to avoid uncertainty and unpredictability of future events; • Power Distance: the degree to which members of an organisation understand and expect that power in an organisation should be unequally shared; • Collectivism I: Societal Collectivism refers to the degree to which organisational practices and behaviour encourage team work and reward, or the collective distribution of resources; • Collectivism II: In-Group Collectivism refers to the degree to which members of an organisation express pride, loyalty, cohesiveness and commitment in their organisations; • Gender Egalitarianism: the extent to which an organisation minimises gender role differences and gender discrimination; • Assertiveness: the degree to which members in an organisation are assertive, confrontational and aggressive in work and social relationships. • Future Orientation: the degree to which members in an organisation engage in behaviours which delay instant gratification and focus on future-oriented behaviour such as planning and investing in the future; • Achievement Orientation: the extent to which an organisation supports and rewards group members for striving for continuous improvement and excellence in performance; • Humane Orientation: the degree to which members in an organisation support and reward individuals for being fair, altruistic, friendly, generous, caring, and kind to others.
This study hypothesised that each of the nine cultural dimensions influences strategy execution dimensions; for example: the cultural dimension of achievement orientation refers to the extent to which an organisation prides itself on success, aims for highest standards in performance and supports the implementation of challenging goals which encourage employees to stretch themselves to excel (House et al. 2001 ).
Hypotheses for this study include the relationship of each cultural dimension with each strategy execution dimension and these relationships are summarised as follows:
H01:
There is no association (variables are independent) between culture dimensions (uncertainty avoidance, gender egalitarianism, assertiveness, institutional collectivism, in-group collectivism, humane orientation, future orientation, achievement orientation and power distance) and the strategy execution dimensions of information sharing, leadership, reward, structure, employee commitment, as well as coordination.
HA1:
There is an association between the culture dimensions (uncertainty avoidance, gender Egalitarianism, assertiveness, institutional collectivism, in-group collectivism, humane orientation, future orientation, achievement orientation and power distance) and the strategy execution dimension of information sharing, leadership, reward, structure, employee commitment, as well as coordination.
METHOD
As the aim of the research was to describe the effect of organisational culture on strategy execution, the research methodology used was of a descriptive nature. The research design was therefore a quantitative design to investigate whether the relationship between organisational culture and strategy execution is statistically significant for a given population, i.e. the data obtained was numerical in nature (Saunders & Lewis, 2012) . A positivism philosophy, using deduction as the approach, was used, with a survey strategy chosen as a mono method. This approach was taken as the intent of the research study was to add more value to the existing body of knowledge and does not specifically involve the development of theory. Due to the quantitative nature of the study the survey method was selected as the most suitable research strategy (Saunders & Lewis, 2012 ). As the researcher was able to obtain a complete list of the members of the population, the population was also the sampling frame (Saunders & Lewis, 2012) . The unit of analysis for the study was management of the organisation.
was given for the survey, and the total number of responses for the FMCG company was 339, 41 of which were incomplete.
Sample Characteristics
The majority of respondents (35.6%) were between the ages of 31 and 40 years. This was followed by the 41 to 50 years age category, which constituted 29.5%. 16.7% of respondents were 30 years or less. In this sample, 65.1% were male and 34.9% female. The largest management group to participate in this research was junior management (45.9%), followed by middle management (34.5%), then senior management (14.95%) and executive management (4.6%).
Respondents with tenure of eight or more years constituted 32.74%. Those with tenure of three to seven years constituted 42.0% and respondents with tenure up to two years 25.27% of the sample. The majority of respondents had been in management for five years or less, followed by 15 years and more, and six to 10 years. The majority had been employed by the organisation for between three and seven years. Most (69.8%) were involved in strategy implementation, while 30.2% were not. Of the 85 respondents not involved in strategy implementation, the majority (72.29%) were junior management. The remaining 21.18% not involved in strategy implementation were middle management.
Reliability and Validity of Data
To determine the suitability of factor analysis, a Kaiser-Meyer-Olkin (KMO) and a Bartlett test for sphericity were conducted (Sekaran, 2005; Hair, Black, Babin, Anderson, & Tatham, 2006) . KMO measures sampling adequacy which compares the sizes of the observed correlation coefficients to the sizes of the partial correlation coefficients for the sum of analysis variables (Exner, 2013) . The Bartlett test is an indication of the strength of the relationship among variables (Pandey, 2016 Eigenvalue shows the number of extracted factors whose sum should be equal to the number of items which are subjected to factor analysis (Chetty & Datt, 2015) . The extraction sums of squared loadings was the preferred method of extraction, as it is automatic and not forced (Chetty & Datt, 2015) . When applied to the strategy execution analysis, it extracted ten components. 60% is explained by six components and for 70%, ten components were extracted. The eigenvalue for component one was 17.42 and explained 40.5% of the variance. The remaining nine components explained 59.5% of the variance.
The scree plot graph of the eigenvalues shows that the point at which the curve starts to flatten is after the tenth factor, the "point of interest" (Chetty & Datt, 2015) , implying that ten components should be retained. Thus, the eigenvalues over 1 for all ten factors are considered. The research identifies the ten factors as: Information sharing (InfoSh); Leadership (Lead); Performance (Per); Rewards (Rew); Structure (Str); Employee commitment 1 (EmpCom1) (items were presented in the negative); Employee commitment 2 (EmpCom2) (items were presented in the positive); Change (Cha); Coordination (Coord) and Competence (Comp). Following on from the factor analysis, the main factors (or constructs) for organisational culture and strategy execution were tested in terms of Cronbach's alpha. An item analysis was conducted, where the correlation with the total construct of each item was measured, and the effect of deleting each variable was assessed. House et al. (2004) , founders of the GLOBE culture survey, tested reliability of their questionnaire and found an overall high Cronbach alpha of .77 on all nine main constructs. In instances where the Cronbach alpha score increased considerably after removing the item, they were removed from the analysis. In instances where the Cronbach alpha score was low, these items were also removed from the analysis. For example, when the item, "In this organisation, job requirements and instructions are clearly defined so employees know what is expected of them" and "In this organisation, men are encouraged to participate in professional development activities more than women", are deleted, the Cronbach alpha score increases significantly to .692. Exploratory factor analysis showed the first factor in the cultural dimensions analysis has high weighting of items as a combination of assertiveness, power distance and achievement and with high Cronbach alpha of .839. However, as the initial nine factors in the House et al. (2004) study had high Cronbach alphas and acceptable validity from their factor analysis, these factors were retained in the current study.
The main factors (information sharing, leadership, performance, rewards, structure, and employee commitment 1) had fairly high Cronbach alphas (reliability) as the table illustrates. The employee commitment 2 factor had questionable reliability, however. The change and competence factors were regarded as unacceptable and therefore not included in the subsequent analysis.
The data was analysed using Statistical Package for Social Science (SPSS) version 23. The measure of the association for examining the relationship between the sub-dimensions of culture (Minkov & Blagoev, 2012) and strategy execution was performed using Pearson Correlation (r), a measure of the strength and direction of association that exists between two variables. The strength was analysed based on guidelines by Pallant (2010) . The r value of <0.29 indicates a weak relationship, 0.3 -0.49 indicates a medium relationship and ≥0.5 indicates a strong relationship.
As the Pearson correlation test is a uni-variant statistical test (Bujang & Baharum, 2016) , canonical correlation analysis was also performed to identify the measure of association among two sets of variables -that is, the sub-dimensions of the organisational culture and strategy execution. Canonical correlation is appropriate in the same situations as multiple regression would be, but where there are multiple inter-correlated outcome variables and it determines a set of canonical variants and orthogonal linear combinations of the variables within each set that best explain the variability both within and between sets (Bruin, 2016) .
orientation, future orientation, achievement orientation and power distance (House et al. 2001 ) with information sharing. Two relationships, namely gender egalitarianism and institutional collectivism with information sharing, are not statistically significant.
The relationships between in-group collectivism, humane orientation, achievement orientation, power distance and information sharing are strong, whereas the others are either of weak or of medium strength.
Limited space permits only a summary of the Pearson correlations between all culture and dimensions of strategy execution in the table below. The complete tables are available from the researchers on request. Interestingly, with regards to the strategy execution dimension of leadership, the same pattern of relationships with information sharing were found, in terms of their relative strengths. However, the relationship between leadership and gender egalitarianism is, in fact, a significant and weak relationship.
With regards to the strategy execution dimension of rewards, gender egalitarianism and institutional collectivism do not show a significant relationship, aligned with information sharing. In-group collectivism, achievement orientation and power distance have strong relationships with rewards; however, unlike with information sharing and leadership, rewards does not have a strong significant relationship with humane orientation, but is of medium strength at .494. Two relationships, gender egalitarianism and institutional collectivism with performance, are not statistically significant. Achievement orientation and performance indicate a strong relationship.
The Pearson correlation table for the nine culture dimensions and structure suggests there are eight statistically significant relationships: uncertainty avoidance, gender egalitarianism, assertiveness, in-group collectivism, humane orientation, future orientation, achievement orientation and power distance, and one relationship, namely institutional collectivism with structure, that is not statistically significant. Two strong positive associations between achievement orientation, power distance and structure exist.
The relationships with employee commitment 1 are significant, except for gender egalitarianism, and there are no strong relationships. The relationship with achievement orientation, however, is of medium strength. With regards to employee commitment 2, the results suggest there are seven statistically significant relationships and two, assertiveness and institutional collectivism with employee commitment 2, that are not statistically significant. There are no strong relationships. Only two relationships are not statistically significant with coordination: uncertainty avoidance and assertiveness, and there are no strong relationships.
Overall effect of Culture on Strategy Execution
A canonical correlation analysis was conducted using the nine dimensions of organisational culture (House et al. 2001) as predictors of the eight strategy execution variables to evaluate the multivariate shared relationship between the two variable sets (i.e. culture and strategy execution). The eigenvalues and canonical correlations analysis yielded two functions with squared canonical correlations (R2c) of .74523; .17098; .07454; .06099; .02560; .01821; .00536 and .001920 for each successive function. The first canonical correlation coefficients and the eigenvalues of the canonical roots, show a correlation coefficient of .86326 with an explained variance of the correlation of 87.87% and an eigenvalue of 2.92503. This indicates that the hypothesis is correct -generally, the standardised test scores and the aptitude test scores are positively correlated.
Collectively the full model across all functions is statistically significant using the Wilks's λ = .17432 criterion, F (72, 1534.35) = 7.094, p < .001. Because Wilks's λ represents the variance unexplained by the model, 1 -λ yields the full model effect size in an R 2 metric. The dimension reduction analysis tests the hierarchal arrangement of functions for statistical significance. As noted, the full model (Functions 1 to 8) is statistically significant, F (72, 1534.35) = 7.09, p < .001 and the functions 2 to 8 are also statistically significant, F (56,1362.37) = 1.78, p < .001. The functions 3 to 8, 4 to 8, 5 to 8, 6 to 8, 7 to 8 and 8 to 8 are all not statistically significant with all p value >.05. Given the effects for each function, only the first two functions were considered important in the context of the analysis, since they had a shared variance of .916 (.745 +.171), which is 91.6%. The univariate analysis shows that all eight strategy execution dimensions are statistically significant with p-value <.001, indicating that a single dimension, or a combination of the nine culture dimensions, predicted this relationship.
The regression equations for each dependent variable are offered separately. It is considered a post hoc test to enhance the interpretation of the canonical correlation analysis. The table illustrates that the variance explained is r 2 = .592, thus 59.2% of the variance in the information sharing dimension is explained by culture dimensions and 58.4% of the variance in leadership is explained by culture dimensions. The other strategy execution dimensions have lower scores for the variance explained. For example, 54.2% of the variance in the rewards is explained by culture dimensions and 44.7% by the performance dimension. With regards to structure, 43.6% of the variance is explained by culture dimensions, whereas 26.6% of the variance in the employee commitment 1 is explained by culture dimensions, compared to 23.6% in the employee commitment 2. Only 26.5% of the variance in the coordination is explained by culture dimensions.
DISCUSSION

Information Sharing
For the sample group, there is a statistically significant correlation between seven of the nine organisational culture dimensions and the strategy execution dimension of information sharing; 59.2% is explained by the cultural dimension, with achievement orientation having the strongest relationship with information sharing. These findings support the literature; for example, complex strategies are founded on three principles, namely effective information sharing, coordination and cooperation (Hrebiniak, 2006; Patten, 2015) ; and effective information sharing within the organisation enables coordination, adapting to an ever-changing business landscape and defining the future state of the company (Sharifirad & Ataei, 2012) . Information sharing must be instituted across organisational business units as it is a vital ingredient for effective coordination.
In highly collectivistic organisations, information sharing between teams is the key ingredient for cohesion. In organisations orientated towards future planning, information sharing is vital for decision-making for the future. Humane orientated organisations likewise have a positive influence on the sharing of information. Achievement orientation has the highest influence on information sharing. In an achievement oriented firm, information sharing is required to measure and reward achievement, leading to even more information sharing. In organisations where power is unequally distributed, effective information sharing frameworks are needed to maintain balance.
Leadership
This study reveals a statistically significant correlation between eight of the nine organisational culture dimensions and the strategy execution dimension of leadership. Again, achievement orientation has the strongest influence, as well as power distance. These findings support the literature that shows the association between organisational culture and the strategy execution dimension of leadership. The literature, from an organisational culture perspective, posits organisational leadership as the ability of an individual to influence, inspire and empower others to contribute toward the effectiveness and success of the organisations of which they are members (House et al. 2001) . Once organisational culture has been established and there is a definitive way in which the organisation does things, the overall organisational practices have a major impact on how leaders behave and what they do. Over time, successive leaders tend to change their behaviours and leadership styles to suit the organisational culture (Chatman & Cha, 2003) .
The literature on leadership, from a strategy execution perspective, posits that leadership must drive the organisation to execution success. Leaders must encourage employees to take ownership of, and show commitment to, the execution process. Leadership's decision on the strategy execution process generally affects how employees respond to any strategy execution challenges. Leaders who are self-seeking and delay decisions for their own interests tend to encourage staff to look only at their own areas and not focus on the strategy execution of the organisation as a whole (Hrebiniak, 2005b) .
This study confirms a definite association between organisational culture and the strategy execution dimension of leadership. In highly collectivistic organisations, where cohesiveness is critical. The impact on leaders may be to take accountability of organisational strategy execution failures by stepping down from executive roles. With respect to organisations highly orientated towards future planning, humaneness and achievement, the impact may be for leaders to elevate these aspects in their leadership styles to successfully execute the organisational strategy. In organisations where power is unequally distributed, leaders who impact the organisation positively may be highly respected and in most cases their behaviour may be imitated by others in the organisation.
Rewards
There is a statistically significant correlation between seven of the nine organisational culture dimensions and the strategy execution dimension of reward. In the sample, a cultural orientation of achievement and power distance were the most conducive to reward systems in the organisation. From a successful strategy execution perspective, reward systems are an important part of strategy execution since they motivate employees to contribute their best. The effectiveness of a reward system can be judged by the willingness of employees to move beyond their day-to-day jobs and voluntarily exert effort to implement strategic initiatives to the best of their abilities. The Cameron & Quinn (2006) competing values, as well as the Denison & Mishra (1995) organisational culture frameworks, highlight that rewarding employees for the right behaviour or display of values is an important part of building organisational culture. For example, an organisation that places high emphasis on the value of customer management may reward employees that exhibit excellent service to external customers.
Performance
A statistically significant correlation exists between seven of the nine organisational culture dimensions and the strategy execution dimension of performance. The literature posits that successful strategy execution requires a performance process; a focus on setting goals and measuring those critical success factors that assure goal attainment and strategy execution. These performance goals need to stretch people, reflecting the ever-changing competitive landscape in which organisations are expected to operate (Schneider et al. 1991) .
This research confirms a significant association between organisational culture and the strategy execution dimension of performance. Assertiveness concerns the degree of confrontation among employees in the organisation. Performance in strategy execution requires accountability and holding team members to task. This can often equate to having confrontational conversations which are open and honest within teams. While there is a significant relationship, it is a medium strong association. In highly collectivistic organisations, cohesiveness among team members can be a make or break factor for excellent performance in strategy execution. With respect to organisations highly orientated towards future planning and humaneness, investing for the future and demonstrating fairness within teams are key success factors for good performance in strategy execution. In organisations with a high power distance, there is even more emphasis on performance.
Structure
For the sample group, there is a statistically significant correlation between eight of the nine organisational culture dimensions and the strategy execution dimension of structure. The Cameron and Quinn (2006) competing values framework states that culture types, i.e. clan, adhocracy, hierarchy and market, require that the organisation be structured in a manner that allows the dimensions of the culture type to be fostered. For example, an organisation with a hierarchy culture type will have a certain degree of power distance. As a result, its structure will have a fair amount of management levels, controls and procedures in place that govern how people work and what they do. The literature posits that successful strategy implementation requires effective organisational structures. Structural variables include the actual design of the organisation, management levels, controls and procedures, etc. These variables combined provide a framework in which companies operate effectively. To successfully execute on strategy, some type of formal structure is needed within the organisation which allows it to operate effectively. Structural variables offer an execution toolkit for highlighting key levers that could affect the formulation-implementation process. Strategies are cascaded and implemented through the organisational structure (Bonoma & Crittenden, 1988) .
This research confirms a significant association between organisational culture and the strategy execution dimension of structure. Uncertainty avoidance refers to the extent to which members of an organisation rely on structures, social norms, rituals and bureaucratic practices to avoid uncertainty and unpredictability of future events. Within this organisational structure for strategy execution there will be rules, norms and practices. In highly collectivistic organisations, a structure that promotes cohesiveness among team members can be a deciding factor for excellent performance in strategy execution. With respect to organisations highly orientated towards achievement, having a structure that allows the company to achieve its goals is the key ingredient for successful strategy execution. In organisations with a high degree of power distance, it can be expected that there would a large focus on structure to enable the different levels of power to work together towards delivering the goal of strategy execution.
Employee Commitment
There is a statistically significant correlation between all nine organisational culture dimensions and the strategy execution dimension of employee commitment 1. However, only five of the nine associations are medium relationships and there are no strong relationships. A statistically significant correlation exists between seven the nine organisational culture dimensions and the strategy execution dimension of employee commitment 2, but none of these are strong relationships. However, for both these dimensions of strategy execution, namely employee commitment 1 and 2, achievement orientation has the strongest association.
ultimately becoming part of the organisation. In most organisations, the emphasis with respect to employee commitment has been placed on gaining commitment to how things are done; little emphasis has been placed on gaining commitment to what is done (Parnell, Carraher & Holt, 2002) .
Over time, employees respond to the organisational culture and alter their behaviours and styles. This is particularly evident in the Project Globe cultural dimensions of in-group collectivism, which refer to the degree to which members of an organisation express pride, loyalty, cohesiveness and commitment in their organisations. In other words, the culture of the organisation closely affects the way people behave and thus their commitment to the organisation which they express in the form of pride, loyalty and the way they do things. Organisations highly orientated towards future planning and achievement would prompt commitment by employees to execute the project pipeline successfully and thus influence them to commit to achieving specific goals to ensure future growth of the organisation.
Coordination
Seven of the nine organisational culture dimensions had significant relationships with the strategy execution dimension of coordination. Successful strategy implementation requires adequate coordination within the organisation. Coordination refers to the participation and collaboration between members within the organisation's labour force, whether the implementation involves the expansion of a product line, new product development, or the merger and acquisition of a new company to enable the organisation to remain relevant in the marketplace (Crittenden & Crittenden, 2008) . Achieving good coordination can be a complex matter for many organisations but is important for execution success (Hrebiniak, 2005a) .
In-group collectivism concerns the degree to which individuals express pride, loyalty and cohesiveness in their organisations. To operate as a cohesive unit there needs to be a high level of coordination between employees, leaders and teams. With respect to organisations orientated towards future planning and achievement, to successfully plan for and invest in the future and ensure goal attainment, there must be a high degree of coordination. This will allow teams to work closely together to appropriately realise their synergies as a competitive advantage for future planning.
Future orientation would have the strongest influence on coordination, next to achievement orientation. Coordination is the only strategy execution dimension that is not most influenced by achievement orientation. The humane orientated organisational culture fosters an environment where employees are concerned with each other's well-being and thus influences their coordination amongst each other. In addition to this, to successfully achieve goals, teams need to be able to coordinate the use of resources to maximise output and efficiency. Power distance does not have a significant influence on coordination and thus cannot assist with coordination, perhaps since the influence of power distance is stronger with regards to rewards, structure and leadership. In power distance environments, it can be challenging to achieve high levels of co-ordination as employees with a lower power base may feel disempowered and be reluctant to coordinate as a result.
Overall Model
The canonical correlation analysis, using the nine dimensions of culture dimensions as predictors of the eight strategy execution variables, reveals that the full model across all functions is statistically significant using the Wilk's criterion. The regression equations for each dependent variable separately show that achievement orientation is statistically significant across all dimensions of strategy execution and thus has the greatest impact. This finding has not been explicitly discussed in the literature and has been relatively unexamined. Overall there has been limited research into the effects of organisational culture dimensions on strategy execution dimensions. This finding therefore adds to the body of knowledge on the relationships between the constructs of organisational culture and strategy execution, as well as the relationships between the dimensions of the organisational culture and strategy execution.
In addition to the canonical analysis, the researcher also conducted a control variable analysis which showed that management level has an influence on the organisational culture dimensions and the strategy execution of leadership. In addition, the organisation strategy (i.e. growth, low cost, innovation, etc.) influences the relationship between culture dimensions and the strategy execution dimension of employee commitment. The Clute Institute
CONCLUSION
The effects of organisational culture on performance, ranging from employee satisfaction, financial performance and market performance to innovation, have all been investigated. The impact of organisational culture on other variations of strategy execution, however, remains relatively unexplored. There is also limited research into the impact of organisational culture dimensions on strategy execution dimensions. This study adds to the body of knowledge on the relationship between the constructs of organisational culture and strategy execution. Overall, the results support the findings of studies which have investigated the effect of organisational culture on performance. It has shown that the dimensions of organisational culture have a variation of strong, medium and weak associations with the dimensions of strategy execution. House et al. (2001) found that the culture of the organisation closely affects the way people behave and thus their commitment to the organisation, which they express in the form of pride, loyalty and the way they do things. From a practical perspective, it can be concluded from these findings that an increased focus on organisational culture dimensions will have an increased impact on employee commitment to successfully execute on the organisation's strategy. The questionnaire items under employee commitment relate to employees' personal accountability and commitment to executing strategies for the organisation, irrespective of their department, job and team. The sample group for this study is at management level and is thus expected to deal with cross-functional execution and not be bound to department, team and job.
Limitations of the Research and Recommendations for Future Studies
The sample was restricted to one FMCG company and therefore the findings are limited and cannot be generalised to all companies. The research is a cross-sectional study, which does not provide the depth of analysis of a longitudinal study. It was limited to focus on organisational culture dimensions and only investigated the relationships between organisational culture and strategy execution; it did not examine other factors that influence strategy execution, such as strategy formulation. The most significant bias was that of non-response bias, primarily refusal to respond to the questionnaire (Saunders et al. 2009 ), which could have skewed the results, or self-selection bias, whereby those who chose to respond are those who felt strongly about the subject, thereby skewing the result (Saunders & Lewis, 2012) .
The current study collected data from 281 employees from the same FMCG company, where all respondents were in management level and therefore very similar, resulting in less variety of responses. The researchers recommend widening the scope of this study, to empirically investigate if the results are consistent when sampling respondents from different types of companies, and with more variety in employee roles and jobs. Future research could conduct a study across multiple organisations, sectors and countries to develop more generally applicable conclusions. A future study could investigate the organisational culture types detrimental to strategy execution. This study's finding of the organisational culture dimensions like achievement orientation need to be addressed by organisations and is discussed in the next section.
Implications for Organisations
The literature on organisational culture and strategy execution reveals that organisations that cultivate culture, and operationalise it effectively, stand to benefit the most in terms of employee productivity towards executing the organisational strategy. It is important that employees embrace the organisational culture and absorb the shared values.
In addition, top management should provide precise guidelines and direction for performance to encourage and gain commitment from employees to achieve the company's objectives.
The cultural dimensions that organisations deem to be valuable will impact the way leaders conduct themselves to achieve successful strategy execution. It is important for management to understand that cultural aspects play an important role in defining leadership behaviours. Weaving the dimension of achievement into an organisation's values and practices will play a huge role in defining its performance in strategy execution. Leadership must foster and develop an organisational culture that rewards employees for successful strategy execution, as it is this aspect that keeps employees motivated to create processes for strategy execution and remain committed. The leaders in the organisation must be role models of achievement orientation and showing their support of goal directed employees.
